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The engagement of more women at top level management positions in both public and private
institutions has increasingly been attracting interest amongst the general public, academia and policy-
makers; especially given the seemingly increasing participation of females in the labour market. In spite
of the many campaigns for the inclusion of women at top level management, it appears the proportion
of women to men in senior management positions has not been encouraging. The aim of the study was
to gain insight into the impact of international conventions and local laws on gender equality, inclusion
and non-discrimination of women at top level management in Ghana. A structured questionnaire was
used to collect data from 160 workers. The results of the study revealed that despite the number of
conferences, conventions, policies and legislations enacted to ensure the non-discrimination, inclusion
and equal representation of women at all levels in both public and private institutions, most institutions
do not adhere to these enshrined principles. Again, the study showed that the appointment and
selection of persons to such top level management positions is often influenced by factors un-
associated with qualification, experience or knowledge in Ghana. It is recommended that institutions
should be required by law to comply with the provisions of the various conventions and policies
through concrete and deliberate actions in order to provide an enabling environment for women to
occupy top management positions in Ghana. The study further suggested that affirmative actions be
embarked upon with other considerations such as qualification, experience and knowledge.
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INTRODUCTION

In the past, cultural factors determined gender roles in
Africa. There were three basic roles — reproductive,
productive and community management roles (Tuyizere,
2007). Men were perceived as playing the productive and
community management (leadership) roles while women
played the reproductive role and cared for the general
welfare of the family. With an increase in girl-child
education, globalisation, adulteration of cultures, govern-

mental laws and policies, and current economic
conditions, the role of women seems to have changed. A
lot of women have found their way into private and public
sector occupations with some of them in managerial
positions. In the first place, working outside the home for
an income was solely the preserve of men. Now women
are working in this sector and are rising through the ranks
to also assume leadership or managerial roles that were
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again solely culturally meant for African men. A vast
majority of these women are engaged in micro and
informal enterprises. Anecdotal evidence suggests that
only a few have found their way to managerial positions.

There have been several campaigns, laws, conventions,
conferences to help give women equality at the
workplace with the famous among them being the Beijing
Conference. In spite of these campaigns for inclusion of
women in top level management, anecdotal evidence
further suggests the proportion of women in senior
management positions is low as compared to men.
Studies have shown men are two to three times more
likely to be appointed to senior management positions
than women. This has been attributed either to women’s
educational choices, their unwillingness to take
challenging positions mainly because it would conflict
with their socio-culturally assigned roles (performance of
their reproductive and caring roles) or other reasons,
which this study hoped to find out. Literature suggests in
performing this productive roles, women face several
challenges. For instance, most women are limited to
occupations that are perceived as women's work —
trading, food vending, sewing, hairdressing among others
as compared to men. More of these women are also
found in the informal sector than men (United Nations,
2005), although only a few end up rising to managerial or
top level management positions.Gender equality, despite
being a well-established principle in international law and
public policy, remains an indefinable ambition. According
to the United Nations Development Programme’s (UNDP)
Human Development Report (1997), no society treats its
women well as compared to its men. Gender inequality is
one of the most pervasive inequalities which exists in all
societies and cuts across social cleavages such as race,
class and ethnicity. It also persists in the public and
private spheres. Over thirty years after the United Nation’s
First World Conference on Women which outlined a plan
of action to respond to the UN’s goals of gender equality
and the elimination of discrimination against women,
concrete actions to achieve broad-based gender equality
have been inadequate. Equal opportunity involves equal
treatment of men and women at the workplace, with
respect to equal remuneration as well as benefits for
work of equal value and ensuring that employment
policies and practices are free from all forms of gender-
based discrimination. This also suggests that, gender
sensitive employment procedures in addition to retention
and positive recruitment of women to top managerial and
executive positions as well as directorships of corporate
bodies, must be embraced and implemented.

LITERATURE REVIEW

Conventions and
discrimination

legislations on elimination of

The doctrines on the elimination of all forms of

discrimination against women are enshrined in one of the
most comprehensive instruments adopted by the United
Nations on the rights of women, that is, the Convention
on the Elimination of All Forms of Discrimination against
Women (CEDAW). CEDAW was adopted in 1979, by the
UN as a means of using international efforts to protect
and promote the rights of women in all nations. Even
though the CEDAW came into force in September, 1981,
it was ratified by Ghana in December 1986. In view of its
ratification since December 1986, Ghana has been
obliged under international human rights instrument such
as the UN Chapter of the 1945 and Universal Declaration
on Human Rights of 1948, Article 2 and the International
Convention on Elimination of All Forms of Discrimination
against Women (CEDAW) of 1997 to ensure that women
are equally treated as their male counterparts in all
aspects of life.

Article 1 of the CEDAW defines discrimination against
women as “any distinction, exclusion or restriction made
on the basis of sex which has the effect or purpose of
impairing or nullifying the recognition, enjoyment or
exercise by women, irrespective of their marital status, on
a basis of equality of men and women, of human rights
and fundamental freedoms in the political, economic,
social, cultural, civil or any other field”. Moreover, it is
worth noting that, the definition of discrimination against
women has no limitation and includes both intentional
and unintentional discrimination, it also extends to all
spheres of social, cultural, economic and political life.
Also, the definition makes no distinction between public
and private life of women, any differential treatment
therefore, in any sphere of life that may give an
advantageous right or privilege to a man over a woman
may constitute discrimination as per article 1 of CEDAW.
Upon ratification of the CEDAW by Ghana in December,
1986, some attempts have been made by the
government to incorporate some of these principles in
local legislations such as the Labour Act, 2003 (Act 651)
as well as the 1992 Constitution.

In light of this, Article 12 of the 1992 Republican
Constitution of Ghana guarantees every person the
fundamental rights and freedoms, whereas Article 17
makes provision for the protection against discrimination
and enjoins the State to take steps to end all forms of
discrimination on the basis of gender, race, colour,
ethnicity and creed as well as social and economic
status. This notwithstanding, Article 35(5) (6) also enjoins
the State to end all forms of discrimination through law
reforms and affirmative actions.

Furthermore, there are both national and international
laws which address the issue affecting particular
segments of the population such as discrimination
against women in all spheres of life.

Moreover, seeing education and training as a key
element to the development of nations, it is prudent that
corporate organisations and governments invest in the
employment policies and programs that encourage the



advancement of women at all levels and in all business
sectors. This principle requires equal opportunities for
formal and informal mentoring and networking as well as
equal access to corporate supported education and
training to men and women with the implementation of a
business strategy for empowering women. That is, the
principle will only be effective if policies and practices
facilitating gender sensitive on women are encouraged by
this principle. These policies to facilitate gender sensitive
on women cannot permeate freely in certain parts of the
continent due to cultural barriers, particularly in most
Islamic states where elements of Sharia and family laws
are believed to be incompatible with CEDAW.

According to the UN Global Compact on gender equality
and empowerment of women, equality means business
and the implementation of the principles of empowerment
by governments and the corporate world at all levels of
economic activities. Again, Articles 10 and 11,
particularly, Article 11, reiterates the UN’s commitment in
ensuring equal opportunity for women in business and
employment and seeks to affirm non-discrimination in
education and employment and provides that States
Parties shall take all appropriate measures to eliminate
discrimination against women in the field of employment
in order to ensure, on a basis of equality of men and
women. The Article underlined certain specific rights
which are indisputable to all human beings, these rights
include:

(a) The right to work as an inalienable right of all human
beings

(b) The right to the same employment opportunities,
including the application of the same criteria for selection
in matters of employment

(c) The right to free choice of profession and employment,
which comprises the right to promotion, job security and
all benefits and conditions of service and the right to
receive vocational training and retraining, including
apprenticeships, advanced vocational training and
recurrent training

(d) The right to equal remuneration, including benefits,
and to equal treatment in respect of work of equal value,
as well as equality of treatment in the evaluation of the
quality of work.

United Nations Environment Program (2006)

However, since its establishment in 1919, the ILO has
also been dedicated to promoting the rights of all women
and men at work and achieving equality between them.
The ILO Policy on Gender Equality and Mainstreaming,
which is made operational through the ILO Gender
Equality Action Plan 2010-15, supports a two-pronged
approach of gender mainstreaming and systematically
analysing and addressing in all initiatives, the specific
needs of both women and men, and targeted interven-
tions to enable women and men to participate in, and
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benefit equally from development efforts.

The issue of gender equality has become a major
concern in most international conferences and has
eventually brought to light the fight against discrimination
of women in all aspects of human endeavour. Notable
among these conferences are the UN conferences on
women, the 1985 Nairobi Forward Looking Strategies
(NFLS), the 1995 Beijing Platform for Action and the
2000 review on Beijing commitments known as the
Beijing +5 as well as other UN conferences and the
Millennium Development Goal (MDGs) have clear
provisions for improving the status of women and
promoting gender equality.

Women's
governance

inequality, globalisation and global

While some women have benefited from increased
participation in the formal workforce as a result of trade
liberalisation, there is evidence that gender inequality is
worsening (UN  Research Institute for  Social
Development (UNRISD) report, 2005). Striving for Justice
in an Unequal World, presents evidence that the
prevailing neoliberal agenda, which underlies the current
process of globalisation, has done little to promote
gender equality, 15, and has often had an adverse impact
on women.

Gender discrimination and perception

Even though the fight for gender equality has been one of
the major discussions on most international conferences
for some decades now, a recent research conducted in
some top industries in Germany revealed an insignificant
women representation at top level positions. For
instance, some statistics showed that calls for a quota for
women and the widely publicized appointment of four
women to the executive boards of DAX 30 companies in
2011 still does not undermine the fact that women
continue to play a marginal role in the most important
economic and decision-making processes in Germany's
largest companies (Holst and Schimeta, 2012).

The percentage of women in the prominent DAX 30
companies was 3.7 percent in 2011, which represents an
increase of 1.5 percentage points from the previous year.
In companies with government-owned shares some of
which are considerably smaller such as 8.2 percent of
executive board members and 17.7 percent of supervisory
board members are women. This goes to prove that
women are also far from achieving gender equality in the
boardroom. In comparison with 2010, the percentage of
exclusively male supervisory boards even significantly
increased by 8.8 percentage points to 23.6 percent in
2011.

The growing realization among policy-makers, business,
and civil society that greater gender diversification in the
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boardroom is needed has yet to lead to the breakthrough
hoped for, in the appointment of women to executive and
supervisory boards. Again, further studies in 2011
showed that, almost all seats on the executive boards of
Germany's top 200 companies were held by men and out
of a total of 942 positions on executive boards, only 28
positions were held by women. This is equivalent to three
percent and shows that women on executive boards are
still very much the exception. Among the companies
ranked between 101 and 200 in order of turnover, only
one executive board is chaired by a woman that is,
almost 90 percent of the boards analyzed were
exclusively male (Holst and Schimeta, 2012).

Gender roles and characteristics are cultured within
multifaceted  family  relationships and  become
strengthened through the socialization process, where
socially ascribed behaviour and responsibilities conform
to the norms of each society (Chakravarti, 1995; Ball and
Wilson, 2000; Karreman and Alvesson, 2001; Dick and
Cassell, 2002). These socially created beliefs and
expectations that people embrace about the roles of men
and women in society are rarely neutral. They are rather
essentially an outcome of power relations that
characterize a society, where some are privileged while
others may be suppressed or even marginalized. Again,
these socially created beliefs further facilitate in creating
occupational identities that are led by members of either
gender. As a result, gender stereotypes permeate male-
female relationships influencing the ways in which
members of each sex are expected to behave and the
ways in which their behaviour is interpreted (Millward et
al., 2000; Cohen and Huffman, 2003; Knights and
Richards, 2003). In view of this, Acker (1990, 2006)
argues that, gender at workplace lays emphasis on the
processes that sustain the present circumstances on
gender. Also he recounted that, at the organisational
level, the processes are embodied within the construction
of divisions, symbols and interactions between groups
that result in gendered social structures and practices.

McDowell (1997) also argues that, to a large extent,
women face work associated problems especially in
cultures that promote masculine values and traits. This
prevents them from being noticed, as well as perceiving
themselves as fitting in the system (Knights and
Richards, 2003; Katila and Merilainen, 2002; van Vianen
and Fischer, 2002). In various studies conducted by
Powell and Butterfield (1994) and Larwood et al. (1988),
the results sustained that people may be involved in
discriminatory behaviours and give justification for it, if
the same is demonstrated by their superiors or those who
have powers over their careers. However, Reskin (2000)
cautions that gendering is an unconscious process and it
is not necessarily based on overt opposition or hostility.
Notwithstanding the fact that equality within the
workplace has been reinforced through various types of
regulations, discrimination against women continues to
exist on several scopes that include occupation and

economic gains (Fagenson, 1993). The prevalence of
gender differences in the workplace influences recruit-
ment, salary and career growth opportunities for women.
Again, senior positions in organisations continue to be
dominated by men despite a significant increase of
women in managerial positions (Solomon, 1998; Burke
and Nelson, 2002; Welting, 2003). On this note, Catalyst
(2002) reiterated that, women would therefore continue to
encounter barriers as a result of the culture and traditions
of the organisation. Furthermore, Fagenson (1993) argues
that the factors that are attributed to these differences
include differences in education level and training gender-
role socialization.

It has been noticed that, gender-based work behaviour
differences are supposed to be much greater in male
dominated professions such as the police and the armed
forces as compared to other vocations like teaching,
nursing which is believed also to be female dominated.
Would it then be appropriate to believe that with larger
numbers of women entering the police service where
there is movement for equal opportunities, discrimination
against women would decline? Gender discrimination
according to Taylor and ligen (1981) and Scott (1994) is
possible when women are often evaluated as less
acceptable candidates for certain challenging jobs. Thus,
they are unable to handle important or sensitive tasks
effectively and are believed not to possess the necessary
powers to achieve success in high status positions
(Baden and Millward, 2000; Heilman, 1983).

Report of earlier studies by Marshal (1973) and Bell
(1982) showed that policemen perceived women to be
emotional, irrational, illogical and lacking in objectivity to
handle the day-to-day unpleasantness of street policing.
This was contended by Martin and Jurik (1996) and
argued that male police officers associate women with
social service, moral values, emotions and domestic roles
and equate police with masculinity and build on the
image of a ‘masculine cop’, to prevent the presence of
women in the service. This to them was an opportunity to
discriminate against women in the police service.

Gender equality thus refers to equality between men
and women, and entails the concept that all human
beings, both men and women, are free to develop their
personal abilities and make choices without the
limitations set by stereotypes, rigid gender roles and
prejudices. Gender equality means that the different
behaviour, aspirations and needs of women and men are
considered, valued and favoured equally. It does not
mean that women and men have to become the same,
but that their rights, responsibilities and opportunities will
not depend on whether they are born male or female.
Gender equity also talks about fairness of treatment for
women and men, according to their respective needs.
This may include equal treatment or treatment that is
different but which is considered equivalent in terms of
rights, benefits, obligations and opportunities. According
to Morris et al. (2005), there have been many high profile



accusations of discrimination levelled against organi-
sations within the last several years. For instance, it is
argued that Morgan Stanley’s investment banking
business recently paid out $54 million to over 300 female
employees who claim to have been deprived of pay and
promotions equal to those received by their male
colleagues. Furthermore, according to statistics from the
Equal Opportunities Commission [EOC] (2005), there has
been no systematic decline over the last 12 years in the
number of discrimination lawsuits filed, or the amount of
monetary damages awarded to the plaintiffs of these
suits.

Again, Ensher et al. (2001) argued that the implication
of discrimination can extend beyond women’s lack of
access to formal and informal resources by influencing
their experiences in, and perceptions of, their work
environments. Many women who believe they have
experienced discrimination, or have seen colleagues
affected by it, illustrate less commitment in their work.
Moreover, in a study conducted by Ensher et al. on
employees across jobs and industries and among
colleagues established that women and minority
employees distinguished between three sources of
discrimination, thus, supervisors, co-workers, and
organisations. The more strongly employees believed
that their supervisors discriminated against them because
of their gender or that they had experienced organi-
sational level discrimination, thus, the belief that
organisational policies and practices were discriminatory,
the less satisfied they were with their jobs and the less
committed they were to the organisation. Also, in a study
by Shaffer et al. (2000) the results showed that perceived
gender-bias in organisational decision making has
negative effects across cultures.

The more those female employees in the United
States, Beijing, and Hong Kong believed they had
experienced gender discrimination, the less satisfied they
reported being with their jobs, and the less affectively
committed they were to their organisations, and had
stronger intentions to leave their jobs. In spite of all these
conventions and laws ensuring gender equality at the
workplace, it appears women are still discriminated
against when it comes to appointments and promotions
to top management positions and are often excluded
during high level decision making process. This study,
therefore, examined the impact of international
conventions and local laws on gender equality, inclusion
and non-discrimination of women at top management
level in selected organisations in Ghana. It also examined
the knowledge of top level management staff about
international conventions and local laws on gender
equality, inclusion and non-discrimination as well as
barriers to managerial inclusion of women.

Objectives of the study

1. To examine knowledge of top level management about
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international conventions and local laws on gender
equality, inclusions and non-discrimination.

2. To assess the impact of international conventions and
local laws on gender equality, inclusion and non-discri-
mination of women in top level management positions.

3. To examine barriers to gender equality, inclusion and
non-discrimination of women in top management level.

Relevance of the study

This study provides in depth information on issues of
discrimination affecting women in top management
positions in Ghana. It creates an awareness of the impact
of the various regulations and conventions on gender
discriminations and suggests other measures which
could help facilitate equality amongst all sexes. The study
identified factors, including culture, which contribute to
the exclusion of women in top management positions. It
also suggested the adoption of other means, other than
regulation, which could reduce or eliminate certain
barriers to the inclusion of women in top management
positions.

This paper thus sets the stage for an open discourse
on social, economic, political and academic platforms on
issues concerning the exclusion of women in top
management positions and its implications for the future
of Ghana as a nation.

Policy makers would thus be equipped with relevant
information which would guide them in the formulation of
policies which may have implications for gender
exclusion.

METHOD
Research design

A descriptive cross-sectional design was adopted for this study.
According to Hair et al. (2003) and Neuman (2007), it is the most
frequently used design in business research. Besides, Fraenkel and
Wallen (2003) argued that the appropriateness of this design is
based on the ability to lead the researcher to obtain in-depth
information on the subject under study as well as drawing
meaningful conclusions from the obtained data. Finally, descriptive
cross-sectional survey also identifies standards or norms with which
to compare present conditions in order to plan for the next step and
to determine how to take action after having determined where you
are and where you want to be.

Participants, sample and procedure

Participants included 160 respondents in top level management
positions in organisations in the Greater Accra Region. The paper
employed the Snowball sampling procedure to select 60 females
and 100 males in top management positions from public and private
institutions. This technique was deemed appropriate due to the
difficulty of identifying a sampling frame for the study. Also, self-
developed questionnaire was used for the data collection exercise.
The instrument was made up of three sections. Options were
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Table 1. Demographic Characteristics of the Study Sample

(N=160).
Variable Description
Male
Gender
Female
> 49 years
Age 49 years
< 49 years
Single
Married
Marital Status .arrle
Divorced
Separated
1-4 years
Tenure 5-10 years
> 10 years

Frequency Percent
99 61.9
61 38.1
19 11.9
64 40.0
77 48.1
19 11.9
125 78.1
13 8.1
3 1.9
45 28.1
53 33.1
62 38.8

Table 2. Independent t-test on awareness of existing
conventions and laws.

Sex N Mean Std. Dev t sig
male 36 3.06 .814 2.406 0.018
female 38 3.47 742

Source: Field Data, 2014.

provided to examine the demographic characteristics (ranging from
gender to tenure) of the respondents. In the first part of the
questionnaire, respondents were given a range of options (from
institutional to educational) to select which option they perceive
bars their inclusion to top management positions. In the second
part, respondents’ awareness of the existence of Conventions and
Laws by gender was accessed by providing them two options
(Aware, Not Aware). Finally, respondents were asked on what they
perceive influences appointments and promotions in their
respective organisations. The questionnaire was used because all
the participants could read and write.

Data analysis

Data were analysed using descriptive statistics. Also, the
independent t-test was used to determine the difference in the
awareness of gender regualtions and laws between males and
females. The Predictive analytical software (PASW) formerly known
as the statistical package for the social sciences was used to
analyse the data collected. Other trends and relationships were
determined according to the responses to some of the items in the
questionnaire.

RESULTS AND DISCUSSION

The participants’ demographic characteristics are pre-
sented in frequency tables. The rationale for including

demographic information is to indicate the composition of
participants in order to have a better understanding of
their responses and the result for this study. From Table
1, a majority of the respondents (61.9%) were males with
only 38.1% representing females. Besides, the majority of
the respondents (40.0%) were 49 years and above,
followed by 40.0% being 46 years of age whereas only
11.9% were less than 49 years old. For marital status, the
majority of the participants (78.1%) were married with
only 1.9% separated or about to divorce. Finally, the
length of service within the organisation was also
assessed. From the responses gathered, a majority of
the participants have worked for more than 10 years
followed by 33.1% who have worked between the periods
of 5 to 10 years. However, only 28.1% of them have
worked within the period of 1 to 4 years.

Knowledge of top level management about
conventions and laws on gender equality, inclusions
and non-discrimination

The first objective of the study was on awareness of
existence of conventions and laws on gender equality,
inclusions and non-discrimination. The results in Table 2
show that the number of females (38) who are aware of
the existence of conventions and laws on gender equality
and non-discrimination is higher than the male’s (36).
Thus, the independentt-test analysis indicates that the
difference in gender with respect to awareness of
conventions and laws on gender equality is statistically
significant (t = 2.406, p < 0.05). To buttress this finding,
the United Nations Environment Program [UNEP] (2006)
on Gender Plan of Action stated that to secure high-level
commitment towards gender equality requires top-level



commitment from the leadership and management within
organisations. Further, UNEP’s Gender Plan of Action
ensures that equality, equity and rights are well respected
across gender, and especially across the top levels of
management to promote equality of opportunity and
treatment between women and men.

Besides, respondents were asked to indicate their
awareness of some conventions and laws on gender
equality and non-discrimination. The participants
indicated their awareness of the following conventions
and laws: (a) Convention on the Elimination of all forms
of Discrimination Against Women (CEDAW); (b)
International Labour Standards; (c) Beijing Conference
Proceedings; (d) The 1992 Constitution of Ghana and (e)
The Labour Act, 2003 (Act 651).

Impact of international conventions and local laws on
gender equality, inclusion and non-discrimination of
women in top level management positions

The second research objective looked at the impact of
international conventions and local laws on issues of
gender equality and non-discrimination of women in top
level managerial positions. The findings of the study
suggest non-consideration of conventions and laws
during appointment and promotions. Thus, even though
some respondents claimed to be aware of the existence
of international conventions and local legislations on
gender equality and non-discrimination, it appears
recruitment and appointment to top management
positions do not take into consideration these regulations
and as such do not often allow fair representation of men
and women. Notwithstanding the fact that equality within
the workplace has been reinforced through various types
of regulations, Fagenson (1993) argued that discri-
mination against women continues to exist on several
scopes that include occupation and economic gains.
Fagenson further suggested that the existence of gender
differences in the workplace influences recruitment,
salary structure and career growth opportunities for
women. In the Ghanaian situation for instance, non-
representation of women in top management positions is
seen in almost all sectors, particularly in the political
arena as well as in certain public institutions. Currently,
the Ghanaian Parliament has only 29 women
parliamentarians out of a total of 275. The Judicial
Council of Ghana currently also has only 5 members out
of a total of 18. Even though there appears to be low
women representation in top management positions in
Ghana, there seems to be some strides made within
certain public institutions, such as the judicial service
where the Chief Justice is currently a woman. The
parliamentary service of Ghana also had a woman
speaker from 7" January 2009 to 6" January 2013.Thus,
in as much as more needs to be done in ensuring a lot
more women representation in top management
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positions, there appears to be some progress, particularly,
within the public sector (Akpah, 2013; Judicial Service of
Ghana, 2014; Parliamentary Service of Ghana, 2014).

However, data gathered indicate that even where
considerations are given during appointments and
promotions, the focus has always been on qualification,
years of service in an organisation and position in the
organisation for the public sector institutions whereas the
private sector focuses mainly on loyalty and family
relations, and political affiliations. Hence, gender balance,
experience and/or competence are often relegated to the
background. Participant responses on the factors that
influence appointment and promotion of top level
management are illustrated in Figure 1.

Barriers to inclusion of women in top management
level

The third research objective sought to establish the
barriers to inclusion of women in top level management
positions. As shown in Table 3, institutional and cultural
barriers respectively, recorded the highest response rate
from the participants. Thus, Catalyst (2002) opined that,
women would continue to encounter barriers as a result
of the culture and traditions of the organisation in which
they find themselves. According to Fagenson (1993),
these barriers are caused by differences in educational
level and training, and gender-role socialization. However,
intimidation from male counterparts was the least barrier
to women’s inclusion in top management positions. In
agreement with this finding is the assertion that senior
positions in organisations continue to be dominated by
men despite a significant increase of women in
managerial positions (Solomon, 1998; Burke and Nelson,
2002; Welting, 2003).

CONCLUSION AND RECOMMENDATIONS

Understanding the significance of international conven-
tions and local laws on gender issues in Ghana is
imperative. Consistent with this proposition, the study
provides insight into the impact of international
conventions and local laws on gender equality, inclusion
and non-discrimination at top level management in
Ghana. Nevertheless, the study revealed that most
people in top level management are unaware of
international conventions and local laws on gender
equality, inclusion and non-discrimination. Finally, it was
found that institutional, intimidation from male colleagues,
social, cultural and educational issues were among the
barriers to gender equality, inclusion and non-discrimi-
nation of women in top management level.

A key recommendation is that if these barriers are
addressed, it would not only ensure full participation of
women in the growth and development of the private
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Figure 1: Factors influencing appointments and promotions.
Table 3. Barriers to Women'’s Inclusion in Top Management
Barriers Female Male Total
Freq. % Freq. % Freq. %
Institutional 60 100 80 80 140 88
Intimidation from male 20 33 61 61 81 51
Social 37 62 22 22 40 25
Cultural 54 90 30 30 84 53
Educational 34 62 15 15 52 33

Note. Total response exceeds 100% because of multiple response items.

sector but also the public sector economy. To ensure the
fruition of this economic growth and development
agenda, rigorous policy and programme interventions like
in-service training, seminars and workshops to make the
conventions and laws more effective than they are
currently should be employed to fully utilize the potential
of women. The Ministry of Gender and Social Protection,
Civil societies, and religious bodies are implored to take
up these recommendations to aid address this unfortunate
situation.
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